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IBMRC Conference Proceeding which had produced by the Conference Publications Committee of Faculty 
of Business Administration, Chiang Mai University. All BMRC and IBMRC Conference Proceeding articles 
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final publication. 
 For the 5th BMRC and 2nd IBMRC in the year 2012, the Faculty of  Business Administration at 
Chiang Mai University  proudly  organized the events on  November 16, 2012. The  events had brought 
together around 100 delegates consisting of academic  experts, businessmen, graduate  students and 
representatives  from  both government agencies as  well as private  organizations. The  conference 
encompasses manuscripts including three themes which are: 1) Logistics, Information Technology and 
Management, 2) Financial and Accounting, and 3) Hospitality and Marketing.
 We would like to express our sincere thanks to our stakeholders and the editorial boards as well 
as especially our delegates. 
 We would like to thank all the contributing authors for providing such a rich variety of outstanding 
research articles on a broad range of exciting topics. 
      Narumon  Kimpakorn, Ph.D.
       Editor-in-Chief
          BMRC & IBMRC Conference Editorial Broads
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Principle & Rationale
 The vision of the faculty of business administration at Chiang Mai University  is to focus on 
enhancing the academic knowledge of business management. The faculty encourages the creation and 
development of ongoing research to academic scholars and students. This would lead to the expansion 
of new knowledge in managing a business which can provide a benefit to the profession itself, the local 
community, and industries nationwide. The business administration conference is one of the methods in 
disseminating knowledge by the Board of Administration.
          Chiang Mai University has heeded to the importance of  endorsing  the  development and 
propagation of knowledge. The effort is demonstrated in producing a channel to have participants from 
the private business sector, government institutions, and academic research centers to come together 
and exchange their  experiences and  ideas as  well  as collaborate on upholding the profession of busi-
ness management. Under the provision of Chiang Mai University, the business management research 
conference has continued on from 2008. The conference has received accolades from the participants 
of the seminar. Therefore, it is the aim of the institution to strengthen the academic administration line 
in providing leadership and knowledge in business management. Moreover, the purpose of creating this 
forum is to disseminate knowledge in the business management. This is to stimulate a continuation of 
ideas being exchanged between academics, researchers, and students who are extending their studies 
on the master’s and doctorate in business management and other related fields. The Faculty of Business 
Administration at Chiang Mai University is proud to hold the second international annual conference in 
“International Business Management Research” which will be held on November 16th, 2012. 
Objectives 
 • To promote the academic center’s view of business management. 
 • To promote the development of research which will lead to a result in new knowledge and 
   on the application of knowledge management as a benefit for business management in the 
   community and the nation level. 
 • To Create opportunity to exchange knowledge, vision and experience in developing research 
   in business management. 
 • To imparte benefit of research and development of business continuity management. 
 • To provide a forum to publish academic works in business management.  
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The area of manuscript
 
 1) Marketing management research
 2) Financial management research
 3) Organizational management research
 4) Human resource management research
 5) Accounting research
 6) Consumer behavior management research
 7) Entrepreneurship development research
 8) Information technology and management research
 9) Organizational communication and marketing communication research
 10) Corporate social responsibility research
 11) Other related research topics 
Acceptance Manuscript 
 Individuals who are interested in taking part in the conference can submit a completed article 
which will be reviewed and selected by 2/3 experts to decide if the work meets with the conference 
requirements. Upon acceptance authors of the article will be asked to attend the forum to give a presen-
tation. The presentation can be done in two ways.
 The awarding of the “Best Paper Award” is in accord with the criteria and discretion of the orga-
nizing committee. Papers will only be considered in the proposed meeting room.
In addition, the owner of manuscript has a right to request on prohibiting their work to be published in the 
Journal of Research and Conference Management (ISSN1906-7135), published by the Faculty of Business 
Administration. Chiang Mai University. However, the request will be fulfilled only if the editor board accept 
the manuscript
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THE MODERATION EFFECT OF ABUSIVE SUPERVISION ON THE RELATIONSHIP BETWEEN 
LEADER-MEMBER EXCHANGE AND WORKPLACE DEVIANCE
Fenika Wulani* Hani Handoko** and BM. Purwanto
ABSTRACT 
 This study examined the relationships between Leader-Member Exchange/LMX and workplace devi-
ance behaviors (supervisor-directed deviance and organizational deviance), and investigated the role of abusive 
supervision as a moderating variable on those relationships. Respondent of this study is 199 non managerial and 
full-time employees working on various industries in Indonesia. The results showed that the higher LMX quality, 
the lower supervisor – directed deviance. In addition, this study found that LMX was more strongly associated with 
supervisor-directed deviance when abusive supervision was higher, than lower. However, this study suggested 
that no significant interaction effect on organizational deviance.            
Keywords : Leader-Member Exchange, workplace, relationship
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INTRODUCTION 
 Leader-Member Exchange (LMX) has been received many attentions from researchers. According to 
Bolino and Turnley (2009), most of this study has investigated on its outcomes. Those studies showed that LMX 
was associated with positive outcomes, such as organizational commitment, job satisfaction, and Job performance 
(Gerstner & Day, 1997). On the other side, according to Dalal (2005), there are three broad performance domains: 
task performance, OCB, and counterproductive behavior. Unfortunately, to our knowledge, there were very little 
studies that investigated the effect of LMX on counterproductive behavior, whereas this behavior could impact on 
organizational performance (Mulki, Jaramillo, & Locander, 2006). One of counterproductive behavior’ form that has 
more interest in researches is workplace deviance (Lee & Allen, 2002). 
 Nevertheless, on the working relationship of supervisor-employee could not free from the dark-side leader-
ship phenomena like abusive supervision. Colbert, Mount, Harter, Witt, and Barick (2004) suggest that employees who 
perceive their job situation as an unfavorable will more violates the organization norms. The interesting issue that, would 
employees in high quality exchange engage in deviant behavior when they experience abusive supervision?  Would 
abusive supervision drive employees who hold low quality exchange to more engage in deviant behavior? 
 In this study we investigated the relationship between LMX and workplace deviance behaviors (super-
visor-directed deviance and organizational deviance). Further, we considered the moderating effect of abusive 
supervision. We suggested that abusive supervision experiance would impact on the relationship between LMX and 
workplace deviance behaviors.    
THEORETICAL FRAMEWORK/ AND HYPOTHESIS 
 LMX theory suggests that leader usually develops different exchange relationship with his/her subordinates 
– some employees have high quality relationship, but other group of employees have low quality relationship (Yukl, 
1989); Bolino & Turnley, 2009). Employees in low quality relationship, than high, less liked, receive less supervisory 
support and fewer advancement opportunities from their supervisor (Bolino & Turnley, 2009). As a result, in low quality 
group, employees could perceive unfairness and worse relationship with their supervisor (Kim, O’Neill, & Hyun, 2009).
 Unfortunately, employees’ feeling about unfairness could have important effect on their behavior (Bolino 
& Turnley, 2009). Bolino and Turnley (2009) suggested that employees in lower quality LMX tend to related on 
negative behaviors. While Colbert et al.(2004) suggest that employees who have unfavorable perception of their 
work situation will more likely to engaged in deviant behavior. Workplace deviance is defined as “voluntary be-
havior that violates significant organizational norms and in so doing threatens the well-being of an organization, its 
members, or both” (Robinson & Bennett, 1995, p. 556). This behavior is often as a result of specific event such as 
social pressure, unfair treatment, and poor working condition (Colbert et al., 2004).
 According to negative reciprocity principles, employees may attempt to resolve exchange imbalance by 
harming the other parties who harm them (Thau & Mitchell, 2010) and withholding their behavior (Colbert et al., 
2004). Therefore, employees in the lower quality exchange relationship will more engaged in deviance behavior – 
with the targets are their supervisor and their organization. These are because they perceive that their supervisor 
is unfairness agent and they will decrease their input and violate organization norms to restore justice. While ac-
cording to social exchange theory, employees who receive benefit from other party (for example, their supervisor), 
will repay with favorable behavior to their supervisor. Therefore, employees who experience high quality exchange 
with their supervisor will less violate organization norms.        
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 Hypothesis 1a: LMX quality is negatively related to supervisor-directed deviance
 Hypothesis 1b: LMX quality is negatively related to organizational deviance
 According to Glaso and Einarsen (2006), supervisor-employees relationship could involve emotion. As 
consequently, it is possible that employees, whether in low or high quality relationship, could experience nega-
tive behavior from their supervisor (Lian, Ferris, & Brown, 2012). Previous studies found that group of high quality 
relationship also has negative interpersonal treatment (Braiker & Kelly, 1979; Fincham & Linfield, 1997; on Lian et 
al., 2012a). One of supervisor’s negative treatment which has a powerful impact on employee counterproductive 
behavior is abusive supervision (Tepper, Duffy, Hoobler, & Ensley, 2004).
 Tepper (2000, p. 178) defined abusive supervision as “the sustained display of hostile verbal and non-
verbal behaviors, excluding physical contact.” The forms of abusive supervision such as supervisor gives the si-
lent treatment, invades employees’ privacy, and blames employees to save supervisor’ embarrassment (Tepper, 
2000). Abusive supervision is a source of stress and has impact on organization effectiveness (Tepper et al., 2004). 
In that case, we could say that abusive supervision is unfavorable experience for employees. 
 Therefore, we argued that employees who hold lower quality exchange, when experience high negative 
behavior such as abusive supervision, will more engaged in deviance behavior. It is because for employees who 
have lower quality exchange, experience high abusive supervision will strengthen the perception of worse condition 
of their job. However, for employees who have higher quality exchange, their relationship with their supervisor is 
important. It is also possible that they don’t want to lose their good position. As a result, employees who hold higher 
quality exchange, while experience high abusive supervision, will less likely to engaged in deviance behavior.   
 Hypothesis 2a: Abusive supervision moderates the negative relationship between LMX quality and super-
visor-directed deviance. The negative relationship between LMX and supervisor-directed deviance will be stronger 
when abusive supervision is high, than low.
 Hypothesis 2b: Abusive supervision moderates the negative relationship between LMX quality and or-
ganizational deviance. The negative relationship between LMX and organizational deviance will be stronger when 
abusive supervision is high, than low.    
RESEARCH METHOD 
 1. Scope of the study
 The limits of this study were in the area of LMX, workplace deviance, and abusive supervision. This re-
search was done in Indonesia.  
 2. Sample
 Respondents of this study were 199 non managerial and full-time employees working on various indus-
tries in Surabaya, east java, Indonesia. Surabaya is the second biggest city (after Jakarta) in Indonesia, and has 
been known as a centre of business city in the eastern Indonesia.  
 3. Methods of data collection
Twenty six people in researcher’ friendship networking agree to assistance for distributing questionnaires. Each of 
them were distributed around 5-10 questionnaires to 251 individuals.  The response rate was 86.1% (n = 216), 
and the final sample for hypothesis tests was 199.  
 4. Measures
 LMX was assessed with 7 items (a = .793) from Scandura and Graen (1984) LMX7 scale. We used a five-
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point scale that ranged from ‘never’ (1) to ‘always’ (5). Sample items are: ‘My manager recognizes my potential,’ 
and ‘My manager understands my problems and needs.’
 Abusive supervision was assessed with 15 items (a = .926) from Tepper (2000). Respondents used a 
five-point scale that range from ‘I cannot remember him/her ever using this behavior with me’ (1) to ‘He/she uses 
this behavior with me very often’ (5). Sample items are: ‘Puts me down in front of others,’ and ‘Tells me my 
thoughts or feelings are stupid.’
 We assessed organizational deviance with 12 items (a = .843) from Bennett and Robinson (2000). Respon-
dents used a seven-point scale that range from ‘never’ (1) to ‘everyday’ (7). Sample items are: ‘Spent too much 
time fantasizing or daydreaming instead of working,’ and ‘Intentionally worked slower than you could have worked.’
 Supervisor-directed deviance was assessed with 10 items (a = .838) from Mitchell and Ambrose (2007). 
Respondents used a seven-point scale that range from ‘never’ (1) to ‘everyday’ (7). ‘Swore at my supervisor,’ and 
‘Made an obscene comment or gesture toward my supervisor.’
 We also controlled for variables that could correlate with deviant behavior: gender and age. According to 
Aquino and Douglas (2003), employees demographic such as gender and age could be a predictor for counterpro-
ductive behavior   
RESULTS  
 A hierarchical regression analysis was conducted to test our hypothesis. We controlled for gender and age. 
Table 1 shows the results of the effect LMX quality on workplace deviance behaviors and the moderating effect of 
abusive supervision on those relationships.  Prior the analysis, we entered all control variables at the first step.
The result was supported to hypothesis 1a that LMX quality had negative relationship with supervisor-directed 
deviance (b = -.142, p<.05). Contrary to hypothesis 1b, there was no significant relationship between LMX qual-
ity and organizational deviance (b = .009, ns.). Moderating analysis also supported to hypothesis 2a that abusive 
supervision had significant effect on the relationship between LMX quality and supervisor-directed deviance (b = 
-.146, p < .05, ΔR2 = .020, p < .01). However, there was no significant effect of abusive supervision on the re-
lationship between LMX quality and organizational deviance. 
 Table 1. also shown that in all step, employees’ age and gender  had significant  effect on organizational 
deviance, but not on supervisor-directed deviance. These analyses revealed that man, than woman, was more 
engaged in organizational deviance.  Besides that, the younger employees, than older, were more engaged in 
organizational deviance.  
 To provide full support for hypothesis 2a, we also analyzed the interaction by testing the relationship be-
tween LMX quality and workplace deviance at high (one SD above the mean) and low (one SD below the mean) 
values of abusive supervision. This analysis shown that the negative relationship between LMX quality and super-
visor-directed deviance was stronger when abusive supervision was high (b = -.276, p<.01). But when abusive 
supervision was low, there was no significant relationship between LMX quality and supervisor-directed deviance 
(b = -.003, ns.).
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Table 1 : Hierarchical regression results
          Variable      Supervisor-directed deviance      Organizational deviance
   Step 1          Step 2    Step 3 Step 1       Step 2   Step 3
 Age   -.134         -.088    -.068  -.195**      -.168*   -.151*
 Gender  -.061         -.031    -.028  -.191**      -.175*   -.172*
 LMX           -.142*    -.14*        -.099    .096
 Abusive             .226**     .2**          .113     .09
 supervision
 LMX x Abusive        -.146       -.125
 supervision
 ΔR2  -.021          .083**    .020*  .073**      .026     .015  
 
CONCLUSIONS/ AND RESEARCH IMPLICATIONS 
 Consistent with negative reciprocity and social exchange theory, employees who receive negative treatment 
from other party (for example: their supervisor), will repay with unfavorable behavior to their supervisor. Our analysis 
shown that employees in lower quality exchange  were more reciprocate with deviant behavior to their supervisor, but 
employees in higher quality exchange were less reciprocate with deviant behavior to their supervisor. 
 The moderating analysis also was support the hypothesis that abusive supervision had effect on the 
relationship between LMX quality and supervisor-directed deviance. When abusive supervision was high, the 
relationship would be stronger. However, when abusive supervision was low, there was no relationship between 
LMX quality and supervisor-directed deviance.  The possible explanation was, not all employees in lower exchange 
quality would engage in deviant behavior to their supervisor. It was because they still wish to hold high exchange 
quality with their supervisor (Bolino & Turnley, 2009). Consequently, they will less reciprocate with negative be-
havior to their supervisor. 
 Contrary with hypothesis 1b and 2b, there was no significant relationship between LMX quality and or-
ganizational deviance, and abusive supervision had no effect on that relationship. Organizational deviance includes 
action such as witholding effort. According to Engle and Lord (1997), supervisor liking, than subordinates perfor-
mance, will be more determine the relationship quality between superior and their subordinates. Hence, it is pos-
sible that not all employees on higher quality exchange will less engage in organizational deviance. It is because 
they aware that high performance not important enough to be a high quality exchange group.  On the other hand, 
we argued that not all employees on lower quality exchange will withhold their input. It is because, although some 
employees may perceive that similarity on personality with their supervisor is more important than performance, 
other employees perceive that to be a member of high quality exchange, do a high performance is still important. 
It was consistent with Xu, Wright, Chiu, and Chao (2008) that leader could develop high exchange quality with 
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employees who have performance level as supervisor expected. 
 This study suggested that when experience high abusive behavior, individuals in low quality LMX will 
response with deviance behavior to their supervisor (as a harmdoer), but not to their organization. This result con-
sistent with Bies and Tripp (1996; on Mitchell & Ambrose, 2007)’s study. Their study found that individuals will 
retaliate who those harm them. It was also possible that some individuals do not reduce their input because they 
aware it is too costly if they do not fulfill the standard of performance. Especially if they realize the limited avail-
ability of employment opportunities in elsewhere. 
 According to those results, it is still important to investigate the effect on LMX quality on workplace de-
viance, especially to uncover some moderator variables that possible have effects to weaken or strengthen this 
relationship. For example, investigate on employees’ perception about the criteria which is used by supervisor to 
selection employees in high or low quality exchange relationship.       
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